An exploratory study was conducted in the city of Vadodara, India to examine the motivation levels of teaching staff in private universities. In order to study motivation levels, the factors leading to motivation were identified as "work and environment", "superior relation", "recognition", "development" and "pay and benefits". The research found that that motivation levels of teaching staff was low. The biggest factor contributing to this was the factor "work and environment" and "pay and benefits". It could be advisable if bodies like the UGC/AICTE or other governing agencies could actually be strict in implementing norms relating to pay and benefits as well as working conditions. Currently, the focus of these agencies is more on infrastructure and other aspects and less on the teachers. This is also a reason as to why the quality of education in these institutes is declining with passage of time.
Introduction
Vadodara, a prominent city of Gujarat is also known as cultural city. It is rapidly becoming the educational hub in the state of Gujarat. The city is very well connected by rail, road and air to all the major parts of the country. Vadodara has a mix of government as well as private colleges/universities. Following table gives a picture of the various private and government colleges/universities in Vadodara.
7 AICTE in terms of working conditions as well as remuneration. However, in many cases, it has been observed that some of the private universities and colleges have not strictly adhered to these norms or have even been found guilty of violation of standard norms. Hence, an attempt was made to study the motivational levels of teaching staff working in these private universities/colleges and also to analyse the factors that affect their motivational levels.
LITERATURE REVIEW
Motivation in simple terms is referred to as any kind of encouragement. Different researchers have defined the term.
Robert Dubin defines Motivation as "Motivation is the complex forces starting & keeping a
person at work in an organization. Motivation is something that moves the person to action, & continues him in the course of action already initiated. (Robert Dubin, 1974) 1 According to McFarland, "Motivation refers to the way in which urges, drives, desires, aspirations, strivings, or needs direct, control or explain the behavior of human beings." (Dalton E. McFarland, 1974) 2 Robbins, Judge & Vora define motivation as "the processes that account for an individual's intensity, direction & persistence of effort toward attaining a goal." Thus, different researchers have defined motivation on similar lines as something that drives a person to action.
As per Ankita Srivastava and Dr. Pooja Bhatia (2013) , motivation is a major factor which contributes to the performance of employees in a nationalized banks in India. It was found in the study that the most important factors leading to employee motivation was "salary equitable and promotion", "health benefit extended facilities and other social" and "work environment". The research focused on how to assess the role of motivation in work performance of employees. It used deductive approach in which qualitative survey was conducted among the students of the Business School as supposed to prospective employees.
The survey was designed to get answers on what they consider the best factors that could As per Akhilesh Chandra, et al improving accounting educator commitment and performance is critical to the success of accounting programs. To achieve the research objective of improving the performance of accounting educators, use of motivational theories developed by Frederick Herzberg was used. Using Herzberg's factors as a base, the authors developed a questionnaire. This questionnaire was sent to accounting educators in order to identify their concerns and to categorize these concerns into Herzberg's motivating factors and hygiene factors. The study revealed that accounting educators are concerned about areas like working conditions, making the transition from fresh recruits to experienced tenured faculty, changes in research expectations, and changes in tenure requirements. It was found that salary, while an important hygiene factor, is not a motivating factor for accounting faculty. In conclusion, the result of the study suggested that accounting departments should stress both the motivating and hygiene factors such as those shown above and work to provide an environment where these factors will lead to accounting educator and department success. 4 Motivation is one of the most critical elements in the area of Human Resources Management.
Enterprises design motivation systems not only to encourage employees to perform their best in the most efficient way, but also to attract future candidates to apply for specific posts. To be able to create an efficient motivation system, the key is to answer the question: What really motivates employees in an organization? This is an in-depth study of a Construction Consulting Company in Vietnam and the purpose of our research is to find the main factors affecting motivation amongst the employees of the company. A questionnaire survey was undertaken among 135 employees of the company to analyze their perceptions regarding motivation in workplace and also investigating the opinions of the coordinators of each department and also with the General Manager about this same issue. At the end of the study, we make some recommendations for the company to counter this issue. This study would be a prelude and of great help to managers and Human Resources professionals to raise the productivity of the company by increasing the motivation of their employees. 5 Safiullah Ayesha observed that people are playing an important role for effective operation in every organization. In the recent years organizations have realized this and become increasingly interested in managing employees which will enhance business performance. The purpose of this study is to examine the ranked importance of some motivational factors and to recognize how the Telecommunication sector of Bangladesh is performing in motivating its workforce. Telecom industry was chosen since significant issues were reported about employee unrest during 2012. The data was collected from 81 employees of different private telecommunication companies and was analyzed using mean values and frequency percentage tables. The result concludes that, payment is not the only factor for motivating employees; rather there are some other pivotal factors like-opportunities for growth and development, job security, interesting work are the key which have significant contribution in propelling employee motivation in the workplace. Carefully designed employee engagement programs and reward systems should be considered. 
Maslow's Need Hierarchy Theory
This theory talks about the hierarchy of five needs -physiological, safety, social esteem & self-actualization. As each need is substantially satisfied, the next need becomes dominant. 
Motivation -Hygiene Theory
This theory is also known as Herzberg's Two Factor Theory. It relates intrinsic factors to job satisfaction & associates extrinsic factors with dissatisfaction.
McClelland's Theory of Needs
This theory states that achievement, power & affiliation are three important needs that explain motivation.
Self Determination Theory
Initially developed by Edward L. Deci and Richard M. Ryan, this theory of motivation is concerned with the beneficial effects of intrinsic motivation & harmful effects of extrinsic motivation.
RESEARCH METHODOLOGY
This exploratory and descriptive research was carried out by collecting data from various private universities and colleges operating in and around the city of Vadodara. For this purpose, a structured questionnaire was designed. A total of 75 responses were received which were analysed with the help of SPSS. The questionnaire was divided into seven parts.
Except the first part which was about the demographic information, remaining four parts were on a five point likert scale and were designed to gather information on factors that lead to motivation of teaching staff employed in private universities/colleges in Vadodara. Initially, questions were designed to measure the overall motivation of respondents and then further parts of the questionnaire was designed to study the factors that led to motivation of respondents. The factors were; work and environment, superior relations, recognition, career development and pay and other benefits.
Initially, test was conducted to test the reliability of the data obtained. Based on the Cronbach Alpha value (0.844), it was observed that the data was highly reliable and internally consistent. Thus, further statistical analysis could be carried out.
OBJECTIVES
Following were the objectives of the study- To measure motivation of teaching staff employed in private universities/colleges in Vadodara.
 To study the factors that determine motivation of teaching staff employed in private universities/colleges in Vadodara.
 To study the relationship between factors that determine motivation and motivation levels of teaching staff employed in private universities/colleges in Vadodara.
DATA ANALYSIS
1. The overall motivation levels of teaching staff were found to be low as can be seen in the above table 2. Only two aspects showed favourable response. The fact that respondents were able to interact with people from other disciplines (Mean =4.00) and that they found the job as very interesting (Mean =3.99) were found to be highly motivating for the respondents.
Whereas, all other aspects showed mean values below 2.5 indicating low motivation levels.
The factor that led to low motivation level was that respondents did not think that their organization was the best place to work (Mean =2.12). This was an important factor and hence was further analysed to investigate it further. Chi square values also suggested that the results were highly significant except for the factor "no other option available". H2: There is no significant relation between motivation levels of teaching staff in private universities/colleges in Vadodara and the factors affecting motivation levels.
3.
It was established that motivation levels of teaching staff was low in the private universities/colleges in Vadodara. The next part was to study the factors that led to this motivation level. It was also observed that respondents did not rate their work place as the best due to reasons discussed earlier. Thus, there was a significant lack of motivation in teaching staff. Based on the survey and resultant data collected, following Table 4 shows the factors that led to motivational levels in teaching staff. Table 4 shows that all the factors that have an impact on motivation levels showed lower levels of mean values. The highest mean value was found for the factor "Superior Relation"
4.
(Mean = 3.05) meaning that their relations with their superior were amicable. The factor "Development" also had low mean value (Mean = 1.57) suggesting that respondents felt that a career with these organizations will not provide sufficient growth opportunities. All the mean values were below 2 except for the "superior relation". This suggested that all the factors that led to high or low motivation levels were on the lower side of the five point scale, except for the factor "superior relation". The Chi square values of all the factors were found to be highly significant. Thus, it could be said that because of the factors listed in Table 4 , motivation levels of teaching staff were found to be low. Having seen that employee motivation was found to be very low due to factors affecting motivation, an attempt was made to study the interrelationship between these factors and motivation. Following Table 5 shows correlation between motivation and factors affecting motivation for teaching staff of private universities/colleges in Vadodara. **. Correlation is significant at the 0.01 level (2-tailed).
5.
*. Correlation is significant at the 0.05 level (2-tailed).
In the earlier part of this research, it was established that motivation levels of staff is low and the reasons for that were also analysed. It was observed that except the factor "superior relations", all the other factors scored very low on the motivation scale. Based on that result, it was thought that a study of relationships between these factors per se and motivation could be studied to identify the impact of same on motivation levels. As can be observed from Table 5 , the correlation value for the factor "pay and benefits' was highest among all the factors (r=0.575, p=0.000). This implied that respondents were not at all happy with the pay and benefits they were receiving in their respective University/College. The second most influential factor was found to be "recognition" (r=0.360, p=0.002). Respondents felt that their contribution to their University/College was not given proper recognition by the management. Be it contribution in terms of research papers, attending seminars/conferences or in terms of teaching feedback or administrative duties performed in their organisation.
Another factor that also caused low motivation was "development" (r=0.372, p=0.001). This implied that their respective University/College did not provide them with ample opportunities for self-development. They felt stagnated in their organisation which led to low morale.
Table 5 also reveals that there was strong and positive correlation within the factors that determined motivation levels of the respondents. The highest correlation was found between factors "development" and "recognition" (r=0.911, p=0.000). The lowest correlation was found between "pay and benefits" and "superior relation" (r=0.111, p=0.003). This had significant implication in this research. One could premise that having good or bad relations with your immediate superior in the University/College had not impact on the pay and benefits of the respondent. The fact that pay and benefits are decided by the top administrators in these institutions and also the fact that many of them have been found not remunerating the staff as per norms set by UGC/AICTE or other relevant body led to this result.
CONCLUSION
From the data collected and the resultant analysis, it could be easily concluded that the overall motivation levels among teaching staff employed with Private Universities/Colleges in Vadodara were low. Also, the biggest factor contributing to this low motivation was the work and environment and pay and benefits offered in these organisations. It could be advisable if bodies like the UGC/AICTE or other agencies could actually be strict in implementing norms relating to pay and benefits as well as working conditions. Currently, the focus of these agencies is more on infrastructure and other aspects and less on the teachers. This is also a reason as to why the quality of education in these institutes is declining with passage of time.
LIMITATIONS
Following limitations were faced during this research- Due to time and resource constraints the sample size could be restricted to 75 only.
 The focus of this research was only on Vadodara district only. If the scope could be extended to other districts, some more results could be obtained.
SCOPE FOR FUTURE RESEARCH
 A comparative study could be undertaken to study motivation levels of teaching staff in Private Universities/ Colleges with Government Universities/Colleges.
